Networks, contacts and power are very important for career success. As such this article tries to (a) find out the use of social network sites for social and/or professional purposes, (b) examine the differences between the internal contact and the external contact used by employees, (c) ascertain the differences between information power and relational power used, and (d) analyze the relationships between communication networks, organizational contacts and communication power with career success. The study employed a quantitative research design. A total of 308 middlelevel management officers were surveyed, using a questionnaire as the research instrument for data collection. Findings revealed that the employees used mainly email, Facebook and Twitter. They used social networking sites more for social networking than for professional networking. Generally, the employees used more of the internal contacts than the external contacts. However, the employees perceived that they were equally capable of having information power and relational power. Nonetheless, the findings also showed that career success was predicted by information power, external contacts, social networking use, and relational power. Therefore, career success encompasses both what you know and whom you know to climb up the career ladder for successful accomplishment at the workplace. 
INTRODUCTION
The rapid widespread of the internet and its innovation has attracted many researchers to use Internet implication as their focus of study. For example, many researchers are interested in studying about Social Networks Sites (SNS).
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(1964), Emerson (1962 Emerson ( , 1972 , Levin and White (1961) articulated on Exchange Theory in which the behavior of one individual in a controlled externally situation by another (or others), who has power over him/her and demands or exercises certain behaviors. This is a phenomenon that can be applied to career success.
The Strength-Of-Weak Ties Theory focuses on the strength of the social ties used by a person in the process of finding a job (Granovetter, 1973) . Strong ties consist of frequent, close relationships, emotionally intense ties with friends, advisors and co-workers. The information possessed by any member of this circle is likely to be widely shared with the other members, thus being quickly redundant with the information possessed by the other members. Weak ties are viewed as a connection to knit network densely outside the individual's direct contact, are infrequent, not emotionally intense that provide non-redundant information (Barros & Elves, 2003; Hatala, 2009) . Granovetter (1973) argued that it was more likely that weak ties rather than strong ties would that provide a greater opportunity for new information about job leads.
Social relations are expected to reinforce identity and recognition. Being assured and recognized of one's worthiness as an individual and a member of a social group sharing similar interests and resources not only provides emotional support but also public acknowledgment of one's claim to certain resources (Lin, 1999) .
Career Success, Communication Networks, Organizational Contact, and Communication Power
Career success is conceptualized as both real/objective and perceived/subjective achievements in individuals' work lives (Judge, Cable, Boudreau & Bretz, 1995) . Such achievements have been the subject of empirical inquiry, and can be classified into two broad categories. The first category includes objective career outcomes such as promotion and compensation (Dreher & Ash, 1990) . The second category consists of subjective career outcomes. This includes more affective/attitudinal in nature and less tangible signs of career success such as career satisfaction, career commitment, job satisfaction and turnover intentions (Koberg, Boss & Goodman, 1998; Noe, 1988) .
Subjective career outcomes are defined by the criteria of (a) job success, (b) interpersonal success, (c) financial success, and (d) hierarchical success. For this study, subjective career outcomes, such as career satisfaction and job satisfaction are the motivational factors of the higher level of the motivational needs, are used; not the objective achievements.
Several studies have shown that networking is related to both objective and subjective career success (Forret & Dougherty, 2004; Langford, 2000; Michael & Yukl, 1993; Orpen, 1996) . In this study, networking refers to behaviors that are aimed at building, maintaining, and using informal relationships that possess the potential benefit to facilitate work-related activities of individuals by voluntarily granting access to resources and maximizing common advantages (Wolff & Moser, 2006; Forret & Dougherty, 2004 (Michael & Yukl, 1993; Wanberg et al., 2000; Witt, 2004) . These behaviors include the use of SNS, as one of the popular media for networking nowadays.
Networking plays an important role in monitoring and controlling other people within and without an organization. Boundary spanners are able to exert their control on others because they have the linkage within the organization as well as outside the organization. Boundary spanners help in the flow of information within the organization (internally) and across organization (externally). They gather information from the outside organization through their contact (Dunham, 1984) . Symmetrical (reciprocal) relationship is important for equal exchange of information, that is, equal in getting information and in giving information to others. This type of information-sharing activity tends to last, and the relationships tend to be stable and mutual (Saodah, 1996) .
Information is essential for workers to participate at the workplace; therefore, information should be shared. This results in information-sharing activity. Information-sharing is defined as the extent to which individuals share with others any information at their disposal that can be used to make rational decisions or to perform other organizational activities. Information-sharing takes place at the individual level, program level, and the institutional level. At the individual level, information is shared through personal linkages, where such sharing is rather private and based on friendship.
According to Serbeit et al. (2001) , there are two reasons to expect access to information and access to relational resources, each is related to career success. First, greater access to information and resources should enhance individual work performance. They argued that individuals are able to use their network position to fill a broker or boundary spanner role within the organization, which adds greater value to the organization. Second, information and relational resources are fundamental bases of social power (French and Raven, 1968) . Greater access to information and relational resources will increase the individual's organizational reputation (Kilduff & Krackhardt, 1994; Tsui, 1984) and the individual will be perceived as more powerful or influential in the organization (Brass, 1984; Brass & Burkhardt, 1993) . These perceptions should make the individual better able at securing valuable organizational rewards independent of their actual level of performance (Ferris & Judge, 1991; Luthans et al., 1988) .
The information choices have increased every day. Thus, we should not only rely on the expertise of 'gatekeepers'. The information literacy skills have become necessary in our lives to evaluate authority, to confirm accuracy and credibility of sources of information. Information literacy means more than just finding facts. It means being able to verify those facts and evaluate information in a complex technological environment (Bush, 2008) . Noorriati, Saadiah and Raja Suzana (2012) stated that social networking sites increase knowledge sharing among peers at a workplace. There is much evidence to suggest that network resources can substitute for receiving mentoring and, furthermore, to suggest that when both types of resources are present, the benefits of network resources for career success are greater, i.e., over and above the benefits of mentoring 224 received (Eby, 1997; Higgins & Kram, 2001) . New communication technologies have dramatically increased the opportunities for development of relationship ties with other organizational members in a variety of roles and hierarchical levels (Higgins & Kram, 2001 ). This makes it easier for individuals to obtain access to resources, for instance, information and relational power for they need to advance their careers without the assistance or intervention of the traditional mentor.
Based on related literature on career success, communication networks, organizational contacts and communication power discussed above, three general hypotheses are formulated, each having two sub-hypotheses. 
METHODOLOGY

Research Design
The study employs a quantitative research design, using survey method with questionnaire as the instrument for data collection. This design was used to tap the uniqueness of gathering primary data from an unbiased representation of the population of interest, as well as for standardization of measurement.
Population of the Study and Sampling Procedure
The population of the study consists of the groups of middle-level management from various companies (SMEs and large) residing in Klang Valley. The samples were selected at random, based on the types of industries involved, such as manufacturing, services, health, and education. Trained enumerators were assigned to various locations so that duplication of location and type of industry could be avoided, while taking their representativeness of the industry into consideration. A total of 308 respondents representing various companies were collected in a duration of two months, from January to February 2013.
Operational Definition of the Variables
Career success consists of 9 items measured on a 5-point Likert scale, where 1=strongly disagree, 2=disagree, 3=somewhat agree, 4=agree, and 5=strongly agree. The overall variable was computed to form a mean score, with a minimum score of 1 and the maximum score of 5. Communication networks form is a composite of seven Social Networking Sites (SNSs), for example, Facebook can be used for social networking and/or professional networking. The usage of each SNS is measured using a 7-point Likert-like scale, where 1=never, 2=less than once a month, 3=once a month, 4=2-3 times a month, 5=once a week, 6=2-3 times a week, and 7=daily. The social purpose was computed for those who answered affirmatively (coded as 1) to the various types of SNSs multiplied by the level of use for the respective SNS. The same calculation was done for the professional purpose.
The overall communication network is the average of the composite value of the social networks purpose and the professional network purpose. Organizational contacts composed of two dimensions, namely, internal contact and external contact. Each dimension has 10 items and each dimension is also calculated for its mean. Therefore, the overall organizational contact is made up of 20 items which were later calculated for its mean. Communication power, on the other hand, has two dimensions, namely, information power and relational power. Each dimension is measured using a 5-point Likert scale, where 1=strongly disagree, 2=disagree, 3=somewhat agree, 4=agree, and 5=strongly agree. Each dimension is measured using 10 items and, therefore, communication power has 20 items. Communication power and its dimensions are calculated for their means to be used further in the paired t-test, correlation and regression analysis. 
VALIDITY AND RELIABILITY
The items of each variable were adapted from previous studies and the items were also found to be reliable. However, since the context of the present study is in Malaysia while the previous studies were mainly in the West; therefore the items under each variable are subjected to reliability test and they are tested against Cronbach's alpha of .70 to indicate that the variable of interest is reliable. Table 1 shows the reliability test for the research variables. The results show that there exists homogeneity and cohesiveness of the items under each dimension of the research variable and the respective variable understudy. Cronbach's alpha exceeds .70 except for the overall communication networks, with Cronbach alpha .663, which is acceptable. This is due to the variability of the number of respondents using all the SNSs identified for the study. Other than that the Cronbach's alpha for the other variables and dimensions range from .852 to .929. Therefore, all the variables and their respective dimensions are considered as reliable and are used, as the mean score, for further analysis in the study. 
DATA ANALYSIS
The collected data were coded and analyzed using Statistical Package for Social Sciences (SPSS) WIN 17. Descriptive and inferential statistics were used for the study. The descriptive statistics include frequency, percentage, mean and standard deviation while the inferential statistics used were paired t-test, correlation and regression analysis. To obtain the overall percentage, the mean for each item was multiplied by 20. This was based on the 5-point scale, which was equivalent to 100%. Therefore, the overall percentage was obtained by multiplying the mean unit with 100/5. This indicated the overall percentage level of the stated scale.
Similarly to the 7-point scale, the mean for each item was multiplied by 100/7. The paired t-test was used to find out the relationship between the dimensions of communication networks (social purpose and professional purpose), organizational contacts (internal contact and external contact), and communication power (information power and relational power). Correlation and regression analyses were used to test the relationships and to determine the predictors for career success.
FINDINGS OF THE STUDY
Respondents of the Study
The respondents of the study are described in terms of their demographic characteristics and their job-related characteristics.
Demographic Characteristics of the Respondents
Respondents for this study consist of 308 employees from various organizations that came from different backgrounds ( Table 2 ). The respondents comprised of an almost equal proportion of males (47.2%) to females (52.6%). Almost half of the respondents were aged from of 26 to 35 (43.2%), followed by 17-25 years old respondents (26.3%), and 36-45 years old group (18.2%); the mean age of the respondents is 32.32 years old. The majority of the respondents were Malays (81.8 percent), while Chinese made up of 10.7% of them, and the rest (7.1%) were Indian and other races. The respondents also hold various levels of education and qualifications, with most of them having bachelor's degree (46.1%), followed by diploma holders (19.2%) and master's degree holders (14.9 %). Table 3 presents the job-related characteristics of the respondents. Almost half of the respondents (47.7%) worked in the private sector. A total of 31.8% of the respondents were government servants while another 20.1% was from the public sectors, e.g. government link company (GLC). In terms of working experience, more than half of the respondents (51.3%) worked from one to five years. Many just started working (18.2%) while a substantial number of them have worked between 6-10 (14.6%), and more than 10 years (15.3%). Almost all of them (91.2%) were full-time staff of the organizations. They mainly worked as executive officers (36%), followed by managers (19.5%), individual contributors (17.5%), and supervisors (17.2%). 
Job-Related Characteristics of the Respondents
Communication Networks
This study employs the online communication networks as it can be used for social networks purpose and for professional networks purpose. There are seven social networking sites (SNSs) identified for social purpose and for professional purpose (Table 4a) . They are Facebook, LinkedIn, MySpace, Blogging, Twitter, Skype, and Email. Majority of the respondents used email (89.9%), and followed closely by Facebook (73.3%). The rest of the social networking sites is less subscribed and used. Assuming that at least one SNS was being subscribed to, it was found that the respondents did not use the SNSs to the fullest for all the available SNS. *on a 7-point scale where 1=Never; 2=Less than once a month; 3=Once a month; 4=2-3 times a month; 5=Once a week; 6=2-3 times a week; 7=Daily.
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It was found that different sites were used for different purposes. Specifically, Facebook is used widely for social network purposes (73.7%) while Email is used widely for professional network purposes (74.7%). The rest of the distribution of the online social networking sites is presented in Table 4b . Table 4c further presents the comparison between the overall usage for social network purposes and for the professional network purposes. The results confirm that many SNSs are used for social network purposes (M=10.205, SD=8.541) than for the professional network purposes (M=8.542, SD=6.621). However, there is no relationship between social network purposes and professional network purposes (r=.057, p=.322). Nonetheless, there exists a significant difference between social network purposes and professional network purposes (t=2.777, p=.006). This means that many respondents used SNSs more for social network purposes than for the professional network purposes. 
Organizational Contacts
Organizational contacts comprised of two dimensions, namely, internal contact and external contact (Table 5a ). It is found that the internal contact (M=3.58, SD=0.548) is exercised more than the external contact (M=3.330, SD=0.669). This means that the internal communication is carried out more than the external communication involving other department and other organizations. Specially, the three most likely to be communicated within the organization is "where the
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Saodah Wok & Junaidah Hashim 231 colleagues become the referral group" (73.2%), with "when instructions or work documents are not stated clearly, I ask colleagues for clarification" (77.8%) and "when I need answers to sensitive questions I turn to reliable colleagues to find out more about the matter" (75.0%). The external contact activities, on the other hand, are much less practiced among the respondents (66.6%). Colleagues, too, come as an important person for external contact where "for business purposes I keep in contact with former colleagues" (70.3%). When further analyzed for the relationship between internal contact and external contact and for its differences (Table 5b) , results showed there was a moderate positive relationship between internal contact and external contact (r=.508, p=.000). This means that those who made higher internal contact tend to make higher external contact as well, and vice versa. On top of that, the internal contact is exercised more than the external contact (t=9.407, p=.000). In addition, the results confirm that the internal contact is practiced more than the external contact. Cronbach's Alpha (α=.900)
*on a 5-point scale, where 1=Never (1-20%); 2=Seldom (21-40%); 3=Sometimes (41-60%); 4=Frequent (61-80%); 5=Very frequent (81-100%) 
Communication Power
Communication power consists of two dimensions, namely, information power and relational power (Table 6a ). Results showed that information power (M=3.578, SD=0.563) was almost equal to the relational power (M=3.522, SD=0.654). The highest item claimed by the respondents regarding information power was "I have the information acquired through experience" (77.0%) while for the relational power was "I am good at interpersonal communication" (73.6%). There is a strong relationship between information power and relational power (r=.674, p=.000) . This means that those who are high in information power are also good at relational power. However, there is no significant difference between information power and relational power (t=1.
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Career Success
Career success is perceived as the outcome to employees who aspire to be high achievers in the hierarchy of the progression and promotion ladder. A total of 69.7% of the respondents agreed that they had achieved their career success. The highest item rated by 73.5% of the respondents was "I am respected by my peers". This means that there is still room for improvement for the respondents. 
Relationships between Career Success with Communication Networks, Organizational Contacts and Communication Power
This section further tests the hypotheses of the study. Zero-order correlations between all the variables are presented in Table 8 . Results showed that there were moderate relationships between career success and information power (r=.436, p=.000) and relational power (r=.414, p=.000 The zero-order correlation also revealed the interrelationships between the independent variables. It is found that social networks purpose had no relationship for communication networks dimensions, that is, with the professional networks purpose, but moderate relationship for the organizational contacts dimensions, that is, between internal contact and external contact (r=.508, p=.000), and strong relationship for communication power dimensions, that is, between information power and relational power (r=.674, p=.000). Nonetheless, professional networks purpose has a weak relationship with internal contact (r=.222, p=.000) and negligible relationship, though significant, with external contact (r=.147, p=.005) and with information power (r=.099, p=.042). Internal contact, on the other hand, has a moderate relationship with external contact (r=.508, p=.000) and with information power (r=.444, p=.000) but with a weak relationship with relational power (r=.395, p=.000). External contact exhibits moderate relationship with information power (r=.494, p=.000) and relational power (r=.502, p=.000). In addition, information power has a strong relationship with relational power (r=.674, p=.000). When tested using multiple regression analysis to make comparison between the contribution made by the selected variables toward career success, results (Table 9) showed that social networks (t=-2.909, p=.004), external contact (t=3.143, p=.002), information power (t=2.944, p=.003), and relational power (t=2.210, p=.028 ) are able to predict career success. Additional analysis was carried out. When the dimensions for each independent were combined together an additional simple multiple regression analysis was carried out. Results are presented in Table 10 and Table 11 . It is found that career success is moderately correlated with communication power (r=.464, p=.000) but weakly related with organizational contacts (r=.392, p=.000). Communication power, on the other hand, has a negligible relationship organizational contact (r=.165, p=.002). However, the relationship between organizational contacts and communication power is moderate positive (r=.580, p=.000). 
DISCUSSION AND CONCLUSION
This study was conducted with the objective of examining factors that contribute to career success. Specifically, it examines the influence of communication networks (communication networks for social purpose and for professional network purposes), organizational contacts (internal contact and external contact) and communication power (information power and relational power) on career success. The findings revealed the communication networks for social purpose was widely used than for the professional networks purpose. Such personal use has little contribution towards career development. But, since both social networks Jilid 30(Special Issue) 2014: 219-242 238 purpose and professional networks purpose are strongly related to one another, therefore, career success can be achieved through both social networks and professional networks. Thus, the findings support the exchange theory more than the Strength-Of-Weak Ties Theory.
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Employees in Malaysia should realize that communication networks can do more for them rather than just getting connected with their friends. It is a great loss to the employees if they do not take the advantage of such benefits. In fact, co-worker sites have recently begun to appear as a viable social media platform. These sites are intended to enhance the workplace environment by encouraging staff to get to know more about peers, administrators, and others in the organisations for career advancement. Therefore, for effective change and general acceptance of the role of SNS in organisation, senior managers need to develop a clear communication strategy, both vertically and horizontally, to promote the benefits and effects these tools have to offer.
In addition, internal contact is being practiced more than the external contact and there is a positive relationship between internal contact and external contact. To a certain extent, both theories (exchange theory and strength-ofweak ties theory) apply to this situation, with the exchange theory being more practiced than the strength-of-weak ties theory. This implies that boundary spanners exist to help in the inter-organizational linkages towards informationsharing activities. Boundary spanners are well connected internally within the organization and externally between organizations. On top of that, information power is found to be more practiced than relational power. Usually, boundary spanners are organizational staff members who are strongly linked internally and externally, and they gather information from the other organizations and share the information internally. They are at the strategic positions for career success where joint ventures can take part between the organizations. The boundary spanners can help in the flow of information within organization and between organizations. Thus, this means that Strength-Of-Weak Ties Theory and the exchange theory are being supported by the findings.
Communication power contributes to career success where information power and relational power correlate strongly with each other, despite the fact that information power is slightly practiced than the relational power. Both types of power are able to promote and help in career success. This is so since there is a strong positive relationship between information power and relational power, thus implying that both the Exchange Theory And Strength-Of-Weak Ties theory exist together within the organization for career success.
More researches is needed on SNSs contributions to employees specifically on their career development and career success as communication networks, organizational contacts and communication are hastened by the use of SNSs, if used diligently. The present study triggers and calls for more in-depth studies in this subject.
